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PREAMBLE

This AGREEMENT, effective as of July 1, 2005, is entered into between Howard County,
Maryland, hereinafter referred to as the “County”, and the International Union of Police
Associations, Loca 107 hereinafter referred to as the “Union.”

WHEREAS, the County and the Union have astheir intent and purpose to promote and improvethe
efficiency and quality of the public service provided by the County to the citizens of Howard
County, Maryland; and

WHEREAS, the Union and the County agree that this goal can best be achieved through a
harmonious relationship between them, in consideration of the mutual covenants and promises
herewith contained, the County and the Union do hereby agree as follows:

ARTICLE 1- RECOGNITION AND UNIT DESCRIPTION

Section 1.1. - Recognition.

The County recognizes the Union as the exclusive representative of certain employees, as
defined in Section 1.2(a) of this Article, for the purpose of negotiating collectively with the County
pursuant to Title 1, Section 1.600 of the Howard County Code with respect to wages, hours, and
other terms and conditions of employment.

Section 1.2. - Unit Descriptions.

@ Classifications. Theunit shall consist of all classified positions held by Emergency
Communications Operators, Dispatchers, and Senior Dispatchers, excluding
confidential, management and exempt employees. The unit will include only the
following job classtitles:

CLASSIFICATION GRADE
2301 Emergency Communications Operator  F
2303 Dispatcher G
2305 Senior Dispatcher H

(b) Retitled Classifications. Inthe event that any of the above listed classificationsare
retitled without any change in job duties, such classification shall be included in
Section 1.2(a).

(©) New Classifications. Intheevent that any new classificationsare created which fall
within the unit description in Section 1.2(a) of thisArticle, theinclusion or exclusion
of the new classifications shall be subject to the mutual agreement of the County and
the Union. In the event the County and the Union are unable to agree on the
inclusion or exclusion of a classification, either party may submit the issue to
arbitration. The County and the Union shall attempt to select amutually acceptable



arbitrator within 10 working days; if no arbitrator is selected, the party seeking
arbitration shall request a list of arbitrators from the Federal Mediation and
Conciliation Service. Thearbitration shall be conducted in accordancewith therules
of the American Arbitration Association. Inreaching adecision, the arbitrator shall
be guided by the standards used by the National Labor Relations Board in similar
cases. The decision of the arbitrator shall be final and binding. The cost of the
arbitration shall be borne equally by the County and the Union, except the costs
incurred in presenting or defending the case to the arbitrator shall be borne by the
side incurring the expense.

Section 1.3. - Probationary Employees.

@ A newly hired employee in classes covered in Section 1.2 above is not eligible for
Union membership until the empl oyee has successfully completed at |east six months
of a one-year probationary period. During the first six months of an employee’s
probationary period, the employee may take leave under the provisions of Section
9.2(d) of this agreement.

(b) During the probationary period, the County may, at its sole discretion, dismiss,
layoff or transfer such employees and no grievance may befiled or claimed by such
employees or on behalf of any of them by the Union for or on account of any such
action of the County during said period. Probationary employeesmay file grievances
on issues other than those listed above.

(© The County may extend the probationary period for any probationary employees past
the 12-month period. In the event of an extension of the probationary period, at the
end of such extension and upon receiving asatisfactory performance evaluation, the
employee shall receive the appropriate step increase that will place that employee at
the same level asthe employee’ s peers as though there has been no extension of the
probationary period.

ARTICLE 2- AUTHORIZED DUES DEDUCTIONS

Section 2.1. - Employee Rights.

An employee is not required to join the Union.

Section 2.2. - Dues Deductions for Employees Who Join the Union.

The County agrees to deduct from the earnings of each unit member who has properly
authorized such deductions, in writing, by a proper authorization card duly executed, membership
dues to be remitted to the Union as indicated below. The Union shall provide each unit member
executing an authorization card acopy of such card clearly indicating that such authorization shall be
irrevocable for the period of one year and shall be automatically renewable from year to year
thereafter, unlesswritten notice of termination by the unit member isgiven to the County at least 30
days prior to the anniversary date of the authorization. An information copy of the notification to
terminate dues deductions will be sent to the Union.



Section 2.3. - Service Feefor Employees Who are Not M ember s of the Union.

Provided the Union demonstratesto the County’ s satisfaction that 51% of the bargaining unit
members are members of the Union at any time during the term of this Agreement, any employee
hired after July 1, 1999 who elects not to become a member of the Union or who terminates
membership in the Union, will berequired to pay aservicefeein lieu of Union dues asacondition
of employment. The amount of the service fee shall not exceed, at any time, the amount of Union
dues. The service fee shall be used exclusively by the Union to defray the costs incurred by the
Union in the negotiation, administration, and implementation of the terms of thisAgreement, andin
any and all of the proceedings and mattersor other purposeslawfully permitted, for which the Union
has been certified as the employee's exclusive representative. No portion of the servicefee shall be
used for political purposes.

Section 2.4. - Failureto Pay The Service Fee.

If aunit member failsto pay the servicefee by refusing to authorize the deduction or for any
other reason, the Union may take appropriate legal stepsto collect thefee. Howard County will not
be required to terminate a unit member or take any disciplinary action against a unit member for
failing to pay said fee or refusing to authorize payment of the servicefee, unlessordered to do so by
acourt of competent jurisdiction.

Section 2.5. - Accounting.

Unit members paying service fees shall be entitled to an accounting from the Union, upon
request, of any monies not used in servicing.

Section 2.6. - Remitting of Dues/Fees.

The periodic dues/service fees deducted during any month from the pay of the unit
members, pursuant to this Article, shall be remitted to the Union as soon as practicable after the
close of the month.

Section 2.7. - Authorization of Deductions.

Theauthorization for deductions pursuant to thisArticle shall be made onaform suppliedto
the unit members by the Union, which has been approved by the County. The form of a proper
Authorization Card is attached to this Agreement as Exhibit A. A deduction regarding any unit
member shall not be made by the County during any month unlessthe authorization form, signed by
the unit member, has been delivered to the County not | ater than thefirst day of the month in which
the first deduction is to be made.

Section 2.8. - Lack of Funds.

The County will not deduct the Union's dues/service fees when aunit member's net pay for
the pay period involvedisinsufficient to cover the dues/servicefees after other legal deductionshave



been made. Should dues/service fees not be deducted, the member will be considered on inactive
status. The member may request that the Union continue payment of the dues/service fees on the
member’s behaf with the understanding that the member will reimburse Local 107 upon the
member’s return to active status. The County will adjust the member’s deductions such that the
Union isreimbursed all unpaid amounts in not more than six months.

Section 2.9. - Changesin Union Dues/Fees.

The amount of the dues/service fees deducted will remain the same until the Union certifies
to the County, in writing, over the signature of an authorized officer of the Union, that it has been
lawfully changed and what the new deduction will be each pay period. The County shall benotified
at least two months in advance of the effective date of such change.

Section 2.10. - Hold Harmless.

The Union shall indemnify and hold the County harmless of and from any and all claims,
grievances, actions, suits or other forms of liability or damages arising out of, or by reason of, any
action taken by the County for the purpose of complying with any of the provisions of this Article,
and the Union assumesfull responsibility for the disposition of the funds deducted under thisArticle
as soon as they have been remitted by the County to the Union.

ARTICLE 3-RIGHTSOF UNIT MEMBERSUNION REPRESENTATIVES

Section 3.1. - Selection of Representatives.

Unit member representatives shall be selected in any manner determined by the Unionfrom
among those actively employed by the County. The Union shall furnish the County with aroster of
local officers and shop stewards; the Union will keep the County informed, in writing, of any
changesregarding these Union representatives. Inno case shall the number of shop stewards exceed
one per work shift.

Section 3.2. - Non-Discrimination.

The County and the Union shall not discriminate against any unit member because of race,
sex, creed, religion, color, age, national origin, physical or mental handicap, occupation, marital
status, political opinion, sexual orientation, personal appearance, affiliation, association or non-
association, or membership or non-membership in the Union.

Section 3.3. - Individual Representation.

Unit members have theright to represent themselvesindividually or designatetheir personal
representativesin their employment relationswith the County. Notwithstanding any other provision
in this Agreement, an individual unit member may present a grievance at any time to the County
without the intervention of the Union, provided that the Union is advised in advance of said
grievance and is notified of the specific disposition of the matter, and provided further that any
adjustment made shall not be inconsistent with the terms of this Agreement.



Section 3.4. - Union Visitation.

With permission of the Chief, representatives of the International Union of Police
Associations shall have reasonable access to the Division of Communications, excluding the
Operations Center, for the purpose of conferring with a shop steward while investigating a
grievance. Such permission shall not be unreasonably withheld.

Section 3.5. - Union Representation.

Presuming therewill be no abuse, the County agreesto hear grievancesfiled by the Union on
behalf of a unit member, pursuant to a provision of this Agreement, during the County’s normal
business hours, Monday to Friday, 8:00 am. to 5:00 p.m. Only one Union representative employed
by the County shall be permitted to attend any one meeting related to the grievance process under the
provision of the Howard County Employee Manual or an arbitration process on a paid basis. The
County reserves the right at its option, after five days notice to the Union, to schedule grievance
hearings during non-work hours.

Section 3.6. - Use of Bulletin Board.

@ The County agrees to provide a bulletin board to the Union for the purpose of
allowing the Union to inform its membership of Union business. Such material shall
not violate criteriagenerally applicableto the posting of notices on County property;
furthermore, the Union agrees to provide copies of all notices being posted, to the
Division Commander and the Office of Human Resources.

(b) The Union shall have accessto and use of theinternal individual mailboxesassigned
to employees for distribution of Union materials. However, Bureau clerical staff
shall not be used to place Union material in individual mailboxes.

Section 3.7. - Union Orientations/Briefings.

(@  With prior approval of the Division Commander, the Union will be permitted a
reasonable period of time to present a Union orientation to newly hired employees.

(b)  With prior approval of the Division Commander, the Union will be permitted to
make presentations of reasonable length to departmental personnel.

ARTICLE 4 - MANAGEMENT RIGHTS

The County shall retain the exclusive right and authority at its discretion to maintain the
order and efficiency of the public service entrusted toit, and to operate and managethe affairs of the
County in all aspectsincluding, but not limited to, all rightsand authority held by the County prior to
the signing of this Agreement (including that provided by Statelaw, County Charter, County Code,
Rule or Regulation), except where abridged by an express provision of this Agreement.



The Union recognizesthat thefollowing rights, which arein no way wholly inclusive, belong
to the County exclusively except where abridged by an express provision of this Agreement:

(@

(b)
(©)

(d)
(€)
(f)
(9)
(h)
(i)

@)

(k)

0]

(m)
(n)

To determinethe purposes and objectives of each of the County's constituent offices
and departments.

To set standards of services to be offered to the public.

To determine the methods, means, personnel and other resources by which the
County's operations are to be conducted.

To exercise control and discretion over its organization and operations.

To direct its unit members.

To hire, promote, transfer, assign or retain unit members.

To establish work rules.

To demote, suspend, discharge or take any other appropriate disciplinary action
against its unit members for just cause in accordance with the County Charter and

other applicable laws.

To relieveits unit members from duty because of lack of work or other legitimate
reasons.

To determine the mission, budget, organization, number of unit members, number,
type and grade of unit members assigned, the work project, tour of duty, methods,
processes by which such work has to be performed, technology needed, internal
security practices and relocation of facilities.

To determine the qualifications of unit members for appointment, promotion, step
increases, etc., and to set standards of performance, appearance and conduct.

Tojudgeskill, ability and physical fitness; and to create, eliminate, or consolidate job
classifications, departments or operations.

To control and regulate the use of al equipment and other property of the County.

To set and change work hours.

ARTICLE 5- HOURS OF WORK

Section 5.1. - Regular Wor kweek.

The duty schedule and schedule practicesin place on July 1, 2005 shall remain in effect for
the duration of this Agreement unless changed by the County at its discretion. The County will



consider the Union’s recommendations regarding any change in the duty schedule before
implementing any such changes. The County will give the Union six months notice before final
implementation. Intheevent of an emergency, asdetermined by the County Executive/designee, the
six-month notification provision may be waived. When the emergency has been declared over, the
previous work schedule shall be implemented.

ARTICLE 6 -LAYOFFS

The County will continueits present policy governing the layoff of classified employeesin
accordance with the Howard County Employee Manual with the following exceptions as substitute
for corresponding Employee Manual provisions:

Q) Only for the purpose of establishing retention registers, the classifications of
Emergency Communications Operator and Dispatcher shall be considered as one
classification; and

2 For purposes of receiving points for months of service, only service as a Dispatcher
or Senior Dispatcher in Howard County shall count.

ARTICLE 7—-COMPENSATION

Section 7.1. — Salary Scale; Wage Adjustments.

@ Salary Scales for Fiscal Year 2006 (July 1, 2005 — June 30, 2006) and Fiscal Y ear
2007 (July 1, 2006 — June 30, 2007) are as provided in Exhibit B. Exhibit 1 to
Exhibit B shall be effective the first pay date after July 1, 2005 and Exhibit 2 to
Exhibit B shall be effective the first pay date after July 1, 2006.

(b) Adjustments to the salary scale are effective the first pay date after July 1, 2005,
provided the contract isratified by the Union on or before June 15, 2005. If contract
settlement is not reached and impasse is declared, the effective date of any salary
increase, as recommended by the fact-finder, will be considered. Considerationsin
thisregard shall not compromise the authority of the County Executive pursuant to
Section 1.608 of the Howard County Code.

Section 7.2. - Step | ncrements.

For Fiscal Y ears 2006 and 2007, an empl oyee who meets performance standards established
by the Department and who iseligiblefor astep increment shall receive theincrement beginning on
thefirst day of the pay period during which the employee’s anniversary date occurs.

Section 7.3. - Employee Performance Award.

@ As provided in Section 1.304(a) of the Howard County Code, an employee who
exceeds the minimum performance standard established by the Personnel Officer
shall be eligible to receive an award, the maximum of which is 8% of Step 7 of the
employee'sgrade. The award shall be distributed to the employee from an Award
Pool, as determined by the County, based on the individual’ s performance rating



factor, grade and hoursworked. Theformulaused to cal culate the award is contained
in the employee manual.

(b) An Employee Performance Award shall not increment an employee’s base salary
for subsequent years.

ARTICLE 8- PREMIUM PAY

Section 8.1. - Shift Differential.

Employeeswho work ashift beginning between 6:59 p.m. and 6:59 am. shall receiveashift
differential of 8.3% per hour for their entire shift.

Section 8.2. - Call-in-Pay.

Unit members called in to work hours, which are not contiguous to their regular shift, shall
receive aminimum of four hours pay at the overtimerate of pay. Pay shall start when they report to
work.

Section 8.3. - Four Area Premium Pay.

A Dispatcher or Senior Dispatcher who has at least three (3) years of service (including
service as an Emergency Communications Operator) with the Howard County Police, Division of
Communications, and whose last evaluation period indicated satisfactory performancein all four
areas (Call Taking, Teletype Operations, Police Dispatch and Fire Dispatch), shall be igible to
apply for four areapremium pay of 7.5% per hour. Inorder to continuereceiving the premium pay,
an employee must receive a satisfactory evaluation in all four areas from the employee’s Shift
Supervisor for that year.

Section 8.4. - Communications Trainer.

Those bargaining unit members who are certified as Communications Training Officers
(CTO's) and assigned training responsibility for an employee shall receive a $50.00 training
premium for ten hours of documented training. As a method of tracking thistime and training, a
Daily Observation Report (DOR) must be completed and submitted for each day, indicating the
actual time spent training. Time expended in completing the DOR shall count toward the ten-hour
requirement. Time expended in completing the DOR outside of thework facility/sitewill not count
toward the ten-hour requirement.

Section 8.5. - Temporary Duty Pay.

€)) Employees within the job classification title of Senior Dispatcher who are
temporarily assigned to perform thefull responsibilities of ajob classificationtitlein
ahigher pay gradethan their regular job classificationtitle, shall be paid for all hours
worked in such higher pay grade at either 6.04% abovetheir regular rate of pay, or as
closeanumerical equivalent at the higher gradeif their current salary isat thetop of



(b)

their pay range. Such higher-level duties must be performed for a period of 32
consecutive calendar days. The higher rate shall be paid beginning the 33 day of
such assignment.

The above provisionsshall apply provided the Personnel Officer has determined that
all of the following conditions are satisfied:

1. The position to be filled temporarily is an authorized budgeted position.
2. Thereisno incumbent in the position or the incumbent is absent from duty.

3. The assigned employee meets the minimum qualifications for the classification
unlessin the sole discretion of the Chief, a particular situation warrants that the
assignment be made without respect to the minimum qualificationsfor the higher
position.

4. The assigned employee is able to perform all the normal duties expected of a
person occupying that position.

5. Anemployee assigned to a temporary acting position will retain al bargaining
unit rights and benefits.

Section 8.6. - Holiday Pay.

@

(b)

(©)

(d)

(€)

(f)

Holiday pay will not be paid when an employee is on approved leave of absence
without pay or when an employeeis directed to report to work and failsto do so.

Anemployeewhoisrequired to work from 7:00 am. on Christmas Eve through 7:00
am. on December 26" will be paid at a rate of one and one half times the regular
hourly rate of pay.

An employee who is required to work the day shift (7 am. to 7 p.m.) or night shift
(7 p.m. to 7 am.) beginning on Thanksgiving Day, will be paid at arate of one and
one-half times the regular hourly rate of pay.

An employee who is required to work the day shift (7 am. to 7 p.m.) beginning on
the day after Thanksgiving Day will be paid at arate of one and one-half times the
regular hourly rate of pay.

An employee who is required to work the day shift (7 am. to 7 p.m.) or night shift
(7 p.m. to 7 am.) beginning on July 4™ will be paid at a rate of one and one-half
times the regular rate of pay.

An employee required to work afull shift between 7:00 p.m. New Years Eve
through 7:00 am. on January 2" will be paid at arate of one and one-half timesthe
regular rate of pay.



(9) An employee who isrequired to work overtime on aholiday under paragraphs (b) —
() of this section will be compensated, at the election of the employeg, either:

Q) At two and one half times the regular rate, regardless of the employee’'s
assigned squad schedul e during the 36 hour week, with eight hours of holiday
pay added to the leave bank; or

2 At one and one half times the regular rate, regardless of the employee’s
assigned squad schedul e during the 36 hour week, plustwelve hours straight
time added to the compensatory time leave bank, plus eight hours of holiday
pay added to the leave bank.

(h) Anemployeewhoisutilizing annual leave on aholiday under paragraphs (b) — (f) of
this section and who is called in to work will be paid in accordance with section 8.1
or 8.2 and will be re-credited with the number of hours actually worked, not to
exceed the amount of leave scheduled.

Section 8.7. - Clothing and Uniform Allowance.

@ The County will continue to provide uniforms to employees in accordance with
Department policy.

(b) The County will aso continue its present policy of providing cleaning services for
employees up to amaximum of $30 per month at the service provider selected by the
County.

Section 8.8. - No Duplication or Pyramiding of Premium Pay.

There shall be no duplication or pyramiding in the computation of overtime or other premium
wages and nothing in this Agreement shall be construed to require the payment of overtime more
than once for the same hours worked. If more than one of the provisions of this Article shall be
applicableto any time worked by a unit member, the unit member shall be paid for such time at the
highest rate specified in any one applicable section, but the unit member shall not be entitled to
additional pay for such time under any other section.

Section 8.9. — M eal Allowance.

An employee shall receive a meal alowance for the actual cost, not to exceed $12.00
(including tax and tips) when the employeeis required to work four (4) or more hours beyond the
employee’ sregular shift and the County Executive or the Chief of Police has declared an emergency
related to an unforeseen event or an event requiring critical action. The employee must provide a
receipt for such expenses before payment ismade. 1f the County otherwise providesthe meals, this
provision will not apply.

Section 8.10. — L anquage Fluency Pay.

Asprovided by the Chief of Police, an employee who has successfully demonstrated fluency
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in aforeign language and who provides translation services to the Department will be paid $1,000
annually. The criteria for fluency shall be predicated on a state, regional, or national evaluation
instrument, or a standard developed by an institution of higher education. Language fluency pay is
not subject to the pyramiding prohibition of Section 8.8 of this Agreement.

Section 8.11. - County Closing.

(@

(b)

(©)

(d)

(€)
(f)

(9)

Some unit members will be required to work during an emergency, which is defined as an
unforeseen event or an event requiring critical action that results in the closing of County
offices for normal business operations.

If thisoccurs, the County Executive or Chief Administrative Officer shall declare, inwriting,
the date and time the emergency began and ended.

The declaration:
i. shall be only for the purpose of application of this section; and
ii. may be made retroactive or prospective.

An employee who is required to work during an event under subsection (@) of this section
shall be paid time and one-half for all hours worked during the event.

Work under this section may potentially be performed outside of normal business hours.
If the decision to close County offices is made after the event has begun, the declaration
under subsection (a) of this section may be maderetroactive, and hoursworked either before

or after normal business hours shall be paid in accordance with subsection (d) of this section.

If County officesare closed for business, all hoursworked during the closure shall bepaidin
accordance with subsection (d) of this section.

ARTICLE 9- LEAVE BENEFITS

Section 9.1. - Holidays.

@ All unit members shall be entitled to the following paid holidays:

New Year's Day Labor Day

Martin Luther King Day Columbus Day
Presidents’ Day Veterans' Day

Good Friday Thanksgiving Day
Memorial Day Day After Thanksgiving
The Fourth of July Christmas Day

(b) Unit members shall be credited with eight hours of annual Ieave for each legal
holiday as established above or by the County Executive. Holiday leave will be
credited to the unit member's record after the date of the approved County holiday
and shall be treated as earned annual leave.
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(©)

In order to obtain aday of annual leave, employees must remain on active status
as an employee of the County through the day on which the holiday is observed by
the County.

Section 9.2. - Annual L eave.

(@

(b)

(©)

(d)

()

After six continuous months of service, all unit membersshall be entitled to use paid
annual leave earned in accordance with the following schedule:

Y ear s of Employment Hours Accrued

Appointment Through 5" Y ear 104 Hours Per Y ear
6™ Y ear Through 10" Y ear 128 Hours Per Y ear
11" Year Through 20" Y ear 152 Hours Per Y ear
21% Year And Above 168 Hours Per Y ear

No more than 320 hours of annual leave may be carried from one Fiscal Y ear to the
next, except where a unit member is required to forego the use of annual leave
because of awork emergency, in which case the Chief Administrative Officer

may permit the unit member to carry over an additional 120 hours. Every unit
member must use a minimum of 40 hours annual leave per Fiscal Y ear.

Therate of pay while aunit member is on annual leave shall be the regular straight
time rate of pay for the unit member's regular job.

Unit membersserving their initial six-month probationary period may only usethose
annual leave days accrued in lieu of holidays.

Annual leave approval shall be based upon leave slot(s) alotted and staffing needs.
The Department Standard Operating Procedure for the Communications Division
shall govern submission of annual leave requests and granting of annual leave. The
County shall comply with the procedure for the duration of this Agreement.

Section 9.3. - Personal L eave.

(@
(b)

(©)

(d)

(€)

Existing unit members shall receive 48 hours of personal leave each calendar year.

Unit members hired after April 30th of the calendar year shall receive 32 hours of
personal leave for that year.

Unit members hired after August 31st of the calendar year shall receive 16 hours of
personal leave for the year.

Unit members hired after November 30th of the calendar year shall not receive
any personal leave for that year.

Personal leave must be taken during the calendar year in which it is granted, upon
prior approval of the immediate supervisor; can be approved in units of one hour.
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Section 9.4. - Disability L eave.

(@
(b)

(©)

(d)
(€)

(f)

(9)

(h)

(i)

@)

Accrual - Disability leave is accrued at the equivalent of eight hours per month.

Authorization - When an employee requests disability leave, he/she shall be
required to notify his’her immediate supervisor; if the immediate supervisor is not
available, the employee shall provide notification in accordance with the
communications SOP Manual beforethe start of the employee’ sshift onthefirst day
of theillness or incapacity and the probable date of return to work.

Limitations - Disability leave may be used for the incapacitating illness of an
employee, the employee’'s spouse or the employee’s minor child residing in the
employee’ s household.

Disability leave may be taken in periods of one half hour or more.

Disability leave absences equal to one workweek or more will be counted as Family
and Medical Leave and the County will so notify the employee. (Exhibit E - Family
and Medical Leave Eligibility/Entitlement.)

When an employee uses disability leave in excess of 3 consecutive workdays, upon
return to work, he/she must submit a certificate to the supervisor from the treating
physician or licensed practitioner which describes the dates of treatment and which
contains a release to return to work outlining any applicable work restrictions.
Failureto provide such documentation required by the County may resultin adenial
of paid leave. If disability leave abuse is suspected, the employee may be notified
that adoctor’ scertificatewill berequired for future absences of lessthan three days.
If theleave extends beyond aweek, then the empl oyee must provide acertification of
the health care provider on a form supplied by the County. Failure to notify the
supervisor of illness, or abuse of disability leave, will be considered sufficient cause
for disciplinary action.

Fathers may use up to 24 hours of disability leaverelated to the birth or adoption of a
child.

Disability leave may be used for medical/dental/optical appointments; to the extent
such appointments cannot be scheduled during non-working hours.

Disability leave may be carried over from one Fiscal Year to the next with no
maximum carry over limitation.

Employeeswho |eave employment will not be paid for accumul ated disability leave.

Accumulated disability leave may be credited toward retirement/pension service
under certain circumstances as defined by the employee’ s retirement/pension plan.
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(k)

()

(1)

)

©)

An employee who is disabled as aresult of anon-duty illness or injury shall be
granted asix month leave of absence which will begin after all of the employee's
own accumulated |eave has been exhausted. Attheend of thisperiod, if certified
asfit for duty, the employee will be re-instated.

If at the end of aninitial six-month leave of absence the employeeisstill unable
toreturnto duty, the Chief Administrative Officer may grant up to amaximum of
six months additional leave of absence. At the end of this period, or anytime
during the period, if certified fit for duty, the employee may be re-instated if a
vacancy exists.

Leave granted under this provision is contingent upon continuing disability as
certified by a physician of the County's choice.

During the term of this contract, employees who have accrued 96 hours of
disability leave during the contract year and who have used no morethan 16 hours of
disability leave (not including any contributions to the disability leave bank) may
convert 24 hours of their accrued disability leave tol6 hours of pay.

Disability Leave Incentive Program.

D

2

3

(4)

(5)

The Department shall establish a Disability Leave Incentive Program
(Program) effective July 1, 2004. Employees who do not utilize any
disability leave for a six (6) month period shall be awarded one (1) day of
compensatory time, not to exceed 12 hours.

The Program will commence for a test period consisting of 3 six-month
phases beginning July 1, 2004. The Program goal is to reduce disability
leave by at least 10% during the 18-month test period.

The six-month phases will begin on July 1, 2004, January 1, 2005, and July
1, 2005.

The effectiveness of the Program shall be determined by a comparison of a
pre-phase and post-phase, aswell asa pre-period and post-period comparison
of disability leave utilized.

The County agrees to extend this incentive program until June 30, 2006.

Section 9.5. - Worker's Compensation L eave.

(@)

Eligibility - anemployeeisédligiblefor Workers Compensation Leaveif aninjury or
disease which causes the employee to be disabled is compensable under Maryland
Workers Compensation Law; the employee is completely unable to work at their
regular job or modified duty; and their inability to work is supported by sufficient
medical evidence.
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(b)

(©)

(d)

()

(f)

Medical Appointments- Workers Compensation Leave shall not be authorized for
medical appointments unless the appointment is at the request of the County or its
authorized claims adjuster; or the appointment is with the designated medical
provider selected by the County.

Modified Duty - Workers Compensation Leave shall not be authorized if the
employee has been offered a temporary modified duty position in accordance with
medical restrictions.

Rate— An employee who suffersacompensablework related injury will receivefull
pay during the period he/sheisdisabled to amaximum of 12 monthsfrom the date of
injury if the employeeisevaluated by a County approved medical provider asto the
ability to work with or without restrictions. Employees electing not to be evaluated
by a County approved medical provider shall receive benefits, if applicable, at the
rate established under the Workers Compensation Laws of Maryland.

In the event that the evaluations of the County approved medical provider and the
employee’ s doctor are conflicting with respect to ability to work with or without
restrictions, an independent evaluation may be requested by the employee. The
physician conducting the independent evaluation will be selected based on mutual
agreement of the parties. The cost of the independent evaluation shall be paid by the
County. If the independent physician concurs with the opinion of the employee’s
doctor, theemployee shall receivefull salary for periods of authorized lost timeup to
one year from the date of injury, subject to al other provisions of Maryland
Worker’sCompensation Law. If theindependent physician concurswith the opinion
of the County approved medical provider that the employee can return to work, no
benefits shall be payable.

If at any time during the course of the claim, the employer requests an
independent medical exam in accordance with Maryland Worker’s

Compensation Law, the provision allowing for athird opinion will not apply.
After 12 months, an employee is eligible to receive only those benefits available
under Maryland Workers Compensation Law.

Continuation of Other Benefits - During the period for which an employee is
receiving Workers' Compensation Benefits, all health and life insurance premiums
and retirement fund contributions shall continue as if the employee was receiving
wages. |If the employee is receiving Workers' Compensation benefits through a
source other than County payroll, the employee will be responsible for
reimbursement to the County for the employee’s contributions for health and life
insurance premiums and will be responsible for other personal payroll deductions.

Useof Accrued L eave- If theemployee' sWorkers Compensation paymentsare not
payable or are suspended for any reason, the employee may elect to use available
annual, personal, or sick leave with the approval of their supervisor, aslong as the
usual requirements for such leave are met.
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Section 9.6. - Jury L eave.

(@

(b)

(©)

(d)

Rate - When required to report for jury duty, an employee will receive full pay for
the time needed to serve.

Authorization - Immediately upon receipt of a notice, an employee must provide
his’her immediate supervisor with a copy of the notice.

Limitations - If not required to serve as ajuror on a particular day, the employee
must immediately contact his/her supervisor to determine when next to report for
work.

Any payment received as ajuror may be retained in addition to regular salary.

Section 9.7. - Military L eave.

(@

(b)

(©)

Rate - Paid leave for hours equivalent to two times the employee' s standard
weekly hours (maximum).

Authorization - An official copy of military orders must be submitted to the
employee's supervisor immediately upon receipt of the orders and prior to the
commencement of leave.

Limitations - Paid Military Leave benefits are granted time covered by written
orders, to amaximum of the aboverate. Time off for other military obligationswill
be granted as annual leave, personal leave or leave without pay, at the request of the
employee. In order for leave time to be approved as excused, the County may
require documentation of required service dates for leave requested that is not
covered by orderswhich designate the time as Active Duty Training or Active Duty
Tour.

Section 9.8. - Bereavement L eave.

(@
(b)

(©)

(d)

Rate - Up to three workdays will be granted.

Authorization - Upon learning of the need to use bereavement leave benefits, an
employee must immediately notify hisher immediate supervisor. The employee’s
department head is the final authority in granting bereavement leave requests.

Limitations - An employee will be granted up to three consecutive work days of
bereavement leave upon the death of his/her wife, husband, son, daughter, mother,
father, brother, sister, parents-in-law, step-parents, grandparents, or grandchild.

A maximum of one day will be granted upon the death of the employee's brother-in-
law or sister-in-law.
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(€)

(f)

(9)

Upto 2 days of additional bereavement leave may be granted, at the discretion of the
department head, if the death or funeral occurs out of state.

In case of hardship, the employee will be allowed to use any additional |eave that
they have with the exception of disability leave, to attend afuneral asdefined above.
Thisleavewill be granted automatically upon request, if the employee demonstrates
the need for additional leave.

Hardship isdefined as unusual circumstancesthat would prevent the employeefrom
attending the death of afamily member asdefined above. Examples of thiswould be:
out of state travel, executor responsibilities, or any valid reason requiring the need
for additional leave.

Section 9.9. - L eave of Absence Without Pay.

(@

(b)

(©)

(d)

If an employee needs leave for a valid reason such as training and education,
extended military service, and certain family responsibilitiesnot covered by FMLA,
or if he/she needs|eave for areason enumerated as FM LA |eave but beyond hisher
12 weeks of dligibility, the employee may apply for unpaid leave. The Personnel
Officer may grant such leave when it is in the best interest of the County. An
employee’ seligibility for unpaid |eave endswhen the total amount of leave, paid and
unpaid, including any FMLA leave, amountsto aconsecutive year of absence. If an
employee does not return to work after aconsecutive year of absence, eligibility for
an additional FMLA leave is not granted.

Reinstatement Rights- An employeewho isgranted unpaid leave, and who returns
to work within four consecutive months or less of absence, will be reinstated in the
merit system with al rights and privileges.

An employee who is granted a leave of absence that will result in his’her absence
fromwork, on paid and unpaid |eave, for more than four consecutive monthsbut one
consecutive year or lesswill be reinstated to an equivalent position, if such position
isavailable and if the employee’ sreinstatement isin the best interest of the County.

Requirements - The following requirements or limitations apply to unpaid leave:

(1) An employee's request for a leave of absence without pay for valid purposes
must be approved by the Personnel Officer.

(2) Unpaid leave will not be granted unless the employee has exhausted his/her
accrued annual and personal |eave.

(3) During any unpaid leave that does not qualify as FMLA leave, the employee

must pay the full cost of any insurance coverage he/she may wish to keep in
effect during the unpaid leave.
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Section 9.10. - Union L eave.

@ The County shall annually grant Local 107 sixty-four (64) hours of paid leave to
conduct Union business. Unused County granted |eave may be carried from oneyear
to the next except that the total accumulation may not exceed one hundred and
twenty-eight (128) hours.

(b) All use of Union leave must be approved in writing, in advance, by the Chief or
his/her designee.

Section 9.11. - L eave for Negotiations.

Four members of Local 107, selected by the Union, will be granted leave with pay for the
purpose of negotiating a collective bargaining agreement with the County for attendance at those
bargai ning sessions conducted during their normal working hours. The bargaining sessionsshall be
deemed to include one hour of time before and after each session to be utilized for meetings among
the Union's bargaining representatives.

Section 9.12. - Family and M edical L eave.

All employees shall be entitled to the family leave benefits set forth in the Howard County
Employee Manual.

ARTICLE 10-INSURANCE

Section 10.1. - Health | nsurance.

Q) Employees covered by this Agreement will obtain health insurance coverage through
CountyFlex (the County's Flexible Benefit Program).

2 Unit members shall receive one hundred and fifty dollars ($150.00) in monthly
benefit dollars. Unit membershired on or after July 1, 1993 shall receive acash-out
benefit of seventy-five dollars ($75) if no health benefit option is selected.

3 The employee's contributions and options under County Flex shall be as set forth in
Exhibit C.

Section 10.2. - Life lnsurance.

The County shall provide, at no cost to the employee, basic group lifeinsurance coveragein
an amount equal to two times their annual salary. Accidental death and dismemberment coverage
shall beincluded. Employees may purchase additional coverage through payroll deductions under
the flexible benefits plan on a pre-tax basis.
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ARTICLE 11 -GRIEVANCE AND ARBITRATION PROCEDURE

Section 11.1. - Grievance Procedure.

All employee complaints against or disputes with the County, whether or not such
grievancesinvolvetheinterpretation or application of aspecific provision of thisAgreement, will be
processed in accordance with the informal procedures and the appeals procedures set forth in the
Howard County Employee Manual (Exhibit D) up to and including appeal s to the Personnel Officer.

Section 11.2. -Arbitration Procedure.

(@

(b)

Any grievance involving interpretation or application of a specific provision of
this Agreement or involving awritten reprimand, suspension, demotion, forfeiture of
accruals, or termination, if not resolved at the Personnel Officer’slevel, may only be
appealed to binding arbitration at the request of the Union. The Union shall serve
written notice of its intention to proceed to binding arbitration upon the Personnel
Officer within 14 calendar days of receipt of the Personnel Officer’sdecision. The
County and the Union may use the services of either the Federal Mediation and
Conciliation Service or the American Arbitration Association. In any event, the
arbitration shall be conducted in accordance with the rules of the American
Arbitration Association. The Arbitrator shall have no authority to amend, alter or
modify any provision of this Agreement or to limit, diminish or in any manner
interfere with the authority of the County and its administration as provided by State
law and/or County Charter. The written decision of the arbitrator shall be rendered
within 30 days after the hearing and shall be final and binding upon the aggrieved
unit member, the Union and the County. The cost of arbitration shall be shared
equally by the County and the Union except that costs incurred in presenting or
defending the grievance to the arbitrator shall be borne by the side incurring the
expense.

Any grievance which does not involve a matter described in paragraph (a) above,
and which is not resolved at the Personnel Officer’slevel, may only be appealed to
the Personnel Board in accordance with the Howard County Employee Manual.

Section 11.3. - Union Representation.

The Union may represent an employee in processing a grievance at any stage of the
grievance and arbitration procedures, if the empl oyee wants such representation, when the Howard
County Employee Manual and the rules of the American Arbitration Association permit

representation.

Section 11.4. - Other Conditions.

(@

If aunit member is given adirective by a supervisory authority which he/she

believesto bein conflict with aprovision of this Agreement, the unit member shall
comply with the directive at thetimeit isgiven, and thereafter, may exercise hisher
right to grieve the matter. The unit member’ scompliance with such directivewill not
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prejudice the unit member’s right to file a grievance, nor will his’her compliance
affect the resolution of the grievance.

(b) The County may present a grievance to the Union, in writing, at the arbitration
level of this procedure provided that it has filed a notice of intent with the Union
President. The notice of intent, outlining the details of the complaint, must be
presented 30 days prior to filing the demand for arbitration.

Section 11.5. - Class Action Grievances.

If such grievances affect a group or class of employees, involving two (2) or more
employees, the Union may submit such grievancesinwriting to the Chief. The processing of class
action grievances shall commence at Step 2.

Employees may elect not to participate in aclass action grievance and pursue the grievance
asan individual.

ARTICLE 12 - PERSONNEL FILE

Section 12.1. - Employee Access.

The Human Resources Administrator and the Director shall permit inspection of an
employee's official and departmental personnel filesas provided by law. All personnel recordsshall
betreated as confidential information. Employees, with or without Union representation, shall have
accessto their individual personnel filesby prior appointment with the Office of Human Resources.
All items contained in such file shall be availablefor review and copy with the exception of outside
confidential references relating to original employment or promotion.

Section 12.2. - Removal of | nformation.

Any correspondence related to disciplinary action may be removed from the unit member's
personnél fileif requested in writing by the unit member, provided three years have el apsed sincethe
most recent entry.

Section 12.3. - Unit Member Additions.

Unit members shall havetheright to respond inwriting to any information contained in their
personnel file, which will be kept in said file.

ARTICLE 13- REFERRAL SERVICES

The County has adopted a County-wide Employee A ssistance Program invol ving assessment
and referral for counseling and treatment of al coholism. Alcoholismwill be recognized and treated
asadisease. Employees suffering from alcoholism will be afforded the opportunity for counseling
and rehabilitation through this County program. Alcohol related employee infractions may be
subject to disciplinary action whether or not the employee participates in the Employee Assistance
Program. The County shall maintain confidentiality with respect to all employeeswho make use of
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the program. Employees may be referred for assistance services by the County or may request the
County to refer them for such services.

ARTICLE 14 - LABOR/MANAGEMENT COMMITTEE

@

(b)

(©)

The County and the Union agree to establish a Labor/Management Committee to
promote effective communications and | abor rel ations throughout the contract period.
The committeewill consist of representatives designated by the County and four (4)
representatives designated by the Union President.

The Committee will meet quarterly at amutually agreeable time to discuss any and
all topics, which may affect bargaining unit members. The Director or hisher
designee and the President may agree to waive a meeting, however, not more than
two meetings in arow may be waived.

Committee recommendations presented to the County will be considered asadvisory.

ARTICLE 15- NO STRIKE OR LOCKOUT CLAUSE

Section 15.1. - No Strikes.

@

(b)

(©)

For the duration of this Agreement, the Union, its officers, agents, representatives,
stewards and members, and the unit members covered by this Agreement, shall notin
any way, directly or indirectly, individually or concertedly engage in, initiate,
sponsor, support, direct, ratify or condone any strike, sympathy strike, sit-down,
secondary boycott, or picketing which interferes with or interrupts the County's
operations, to include but not be limited to, the individual or concerted failure to
report for duty, willful absence from one's position, stoppage or slow down of work,
or abstinence in whole or in part from the full, faithful, and proper performance of
the duties of employment. Inthe event of aviolation of this Article, the Union shall
immediately upon learning of such activity, publicly disavow such action by the unit
members and shall so advise the County and the unit membersinvolved in writing.

Inthe event of any violation of this Article, the County Executive may, in additionto
any other remedy or right of the County, take any or all of the following actions he
deems necessary in the public interest:

(1) Imposition of disciplinary action, including removal from County service of unit
members engaged in such illegal conduct;

(2) Termination of the Union's dues deduction privilege, if any;
(3 Revocation of the Union's exclusive representation certification and
disqualification of the Union from participation in representation electionsfor a

period up to a maximum of two years.

Any grievance involving disciplinary action against a unit member charged with a
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violation of this Article shall be limited to the question of whether such aviolation
occurred.

Section 15.2. - No L ockouts.

The County shall not, under any circumstances, engagein, initiate or direct alockout of unit

members.

ARTICLE 16 - TRADING OF SHIFTS

(@

(b)

(©)

(d)

(€)

(f)

(9)

Employees shall be authorized to trade shifts in accordance with this Article 16.
Trading of shiftsis defined as the trading of whole shifts or a portion of any shift.

The trading of shifts must have prior written approval of the supervisor of the
employee originally scheduled to work on the day of the trade. A supervisor may
disapprove a trade of shifts if that trade is judged to have an adverse impact on
departmental operations.

The employee originally scheduled to work shall be carried for payroll purposes as
worked and shall be paid at his/her appropriate rate.

The repayment of trading time shall be the sole responsibility of the individual
involved and will not obligate the County in any way. Neither the County nor the
Union will be involved in managing the program.

Thetrading of shiftsdoesnot negate theresponsibility of both individualsto comply
with al established rules and regulations.

Should any employeecall insick or fail to complete an approved trading of shift, the
employee originally scheduled to work will be responsible for any leave taken by
their replacement employee.

Should an exigent circumstance arise and the replacement employeeisgranted leave
by the Sergeant during the shift, said leave will be deducted from the replacing
employee's appropriate leave accruals.

ARTICLE 17 - DEATH BENEFITS

(@

(b)

In the event of the death of an employee, the County will continueits present policy
of paying to the appropriate beneficiary, in accordance with the law, all unused
compensatory time, unpaid holidays, accumul ated annual and/or personal leave and
all accrued wages due.

The County will pay to the employee's appropriate beneficiary alump sum payment
of fifty thousand dollars ($50,000), in addition to all other benefits presently payable
to such beneficiary, if the employee dies as a direct and proximate result of a
traumatic injury or disease sustained while performing emergency communications
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duties under hazardous conditions that otherwise require public evacuation of the
workplace, such as a terrorist attack, which duties the employee is required or
authorized by rule, condition of employment, or law to perform while in the
workplace.

ARTICLE 18 -PENSION PLAN

The County and the Union agree to form acommittee to study changesto the current Pension

Plan.

ARTICLE 19- SAVINGS CLAUSE

Any Article or Section of this Agreement found to be in conflict with the Howard County
Charter or with any law, ordinance, statute, County or government regulation or declared
invalid by decree of acourt of competent jurisdiction, will be null and void and the partieswill enter
into negotiations for a substitute provision. All other Articlesand Sections of this Agreement will
remain in full force and effect for the duration of the Agreement.

ARTICLE 20 - DURATION AND FINALITY OF AGREEMENT

This agreement shall be effective from July 1, 2005 to June 30, 2007.

(@

(b)

It is understood that this Agreement can only be added to, amended, or modified

by a document, in writing, signed on behalf of the parties hereto by their duly
authorized officers and representatives, after negotiations mutually agreed to by the
County and the Union.

The parties acknowledge that this Agreement represents the complete Agreement
arrived at as aresult of negotiations during which both had the unlimited right and
opportunity to make demands and proposal swith respect to any negotiable subject or
matter. Any subject or matter referred to or covered or not specifically referred to or
covered in this Agreement shall be negotiable only by mutual consent for the
duration of this Agreement.

ARTICLE 21 - SUBMISSION TO THE COUNCIL

The County Executive will make a submission to the County Council, in accordance with
Section 1.606 of the Howard County Code as soon as possible following ratification by the Union

members.
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In witness whereof, the parties have executed this Memorandum of Agreement, this
day of , 2005.

COUNTY ADMINISTRATION UNION:
HOWARD COUNTY, MARYLAND

COUNTY EXECUTIVE PRESIDENT, IUPA LOCAL 107
James N. Robey DebraD. Thrower

CHIEF ADMINISTRATIVE OFFICER CHIEF NEGOTIATOR

Raquel Sanudo Daniel Besseck

HUMAN RESOURCES ADMINISTRATOR TEAM MEMBER

Michael Finnerin Amy Sanchez

CHIEF NEGOTIATOR TEAM MEMBER

Thomas P. Carbo L akisha Robinson

COUNTY SOLICITOR TEAM MEMBER

Barbara Cook Stanley Colby

CHIEF OF POLICE
Wayne Livesay

TEAM MEMBER
Maj. Gary Gardner

TEAM MEMBER
Capt. Sandra Regler

TEAM MEMBER
Christopher McNamara
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EXHIBIT A

AUTHORIZATION FOR PAYROLL DEDUCTION

TO: HOWARD COUNTY OFFICE OF HUMAN RESOURCES

FROM: PAYROLL # (Please Print)

| hereby request and authorize the deduction from my earnings each payroll period an
amount sufficient to provide for the payment of monthly union dues to be paid to the Treasurer of
the Howard County Public Safety Union, Local 107 of the International Union of Police
Associations. The amount to be deducted shall be certified to the Personnel Office by the Treasurer
of the Union and will be the lawfully established dues as adopted by the Union.

| understand that pursuant to Titlel, Section 1.605 paragraph b, of the Howard County Code,
thisauthorization shall beirrevocablefor aperiod of oneyear and shall be renewable automatically
from year to year thereafter, unless written notice of termination by me is given to the County at
least 30 days prior to the anniversary date of this authorization.

Signed: Date:

25



Exhibit 1 to Exhibit B

IUPA Local 107 Wage Scale
FY2006

Note: Timein Steps 1, 2,3,4,5,6,7,8,9,10=1year; Steps 11,12,13=2years

Grade 1 2 3 4 5 6 7 8 9 10 11 12 13 14

F

Operator $14.50 $14.95 $15.41 $15.87 $16.37 $16.87 $17.38 $17.89 $18.45 $19.01 $19.58 $20.18 $20.79 $21.42
G

Dispatcher $16.08 $16.57 $17.08 $17.59 $18.13 $18.69 $19.25 $19.84 $20.46 $21.06 $21.70 $22.35 $23.03 $23.74

H
Sr. Dispatcher $17.81 $18.36 $18.91 $19.50 $20.09 $20.70 $21.33 $21.98 $22.66 $23.33 $24.05 $24.78 $25.52 $26.31
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Exhibit 2 to Exhibit B

IUPA Local 107 Wage Scale
FY2007

Note: Timein Steps 1, 2,3,4,5,6,7,8,9,10=1year; Steps 11,12,13=2years

Grade 1 2 3 4 5 6 7 8 9 10 11 12 13 14

F

Operator $14.94 $15.40 $15.87 $16.35 $16.86 $17.38 $17.90 $18.43 $19.00 $19.58 $20.17 $20.79 $21.41 $22.06
G

Dispatcher $16.56 $17.07 $17.59 $18.12 $18.67 $19.25 $19.83 $20.44 $21.07 $21.69 $22.35 $23.02 $23.72 $24.45

H
Sr. Dispatcher $18.34 $18.91 $19.48 $20.09 $20.69 $21.32 $21.97 $22.64 $23.34 $24.03 $24.77 $25.52 $26.29 $27.10
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EXHIBIT C HOWARD COUNTY COUNTY FLEX
INSURANCE CONTRIBUTIONS FOR FULL TIME EMPLOYEES

FY2006
July 1, 2005
COUNTY EMPLOYEE EMPLOYEE
FULL MONTHLY MONTHLY PAY PERIOD
PLAN MONTHLY CONTRIBUTION  CONTRIBUTION CONTRIBUTIONS

PLAN CODE PREMIUM (SEE NOTE) (PRE-TAX) (24 PAYS - PRE-TAX)
PREFERRED PROVIDER NETWORK (PPN)

Employee PP1 $418.59 $376.59 $42.00 $21.00

Employee + spouse PP2 $962.77 $817.77 $145.00 $72.50

Employee + 1 child PP3 $732.49 $622.49 $110.00 $55.00

Family PP4 $1,184.36 $1,006.36 $178.00 $89.00
BLUE CHOICE (HMO)

Employee BC1 $328.73 $295.73 $33.00 $16.50

Employee + spouse BC2 $756.06 $680.06 $76.00 $38.00

Employee + 1 child BC3 $624.59 $561.59 $63.00 $31.50

Family BC4 $985.77 $886.77 $99.00 $49.50
KAISER PERMANENTE (HMO)

Employee KP1 $280.71 $251.71 $29.00 $14.50

Employee + spouse KP2 $645.63 $580.63 $65.00 $32.50

Employee + 1 child KP3 $533.35 $479.35 $54.00 $27.00

Family KP4 $842.13 $757.13 $85.00 $42.50

MEDICAL PLAN OPT-OUT  (REQUIRES PROOF OF OTHER INSURANCE)

Hired before July 1, 1993 (taxable cash benefit) $150
Hired on or after July 1, 1993 (taxable cash benefit) $75

TRADITIONAL DENTAL (CE-BCBS)

Employee TD1 $22.53 $10.53 $12.00 $6.00
Employee + spouse TD2 $51.80 $25.80 $26.00 $13.00
Employee + 1 child TD3 $39.37 $19.37 $20.00 $10.00
Family TD4 $63.75 $31.75 $32.00 $16.00

DENTAQUEST (DMO)

Employee CD1 $10.50 $4.50 $6.00 $3.00
Employee + spouse CD2 $24.15 $12.15 $13.00 $6.50
Employee + 1 child CD3 $19.95 $9.95 $10.00 $5.00
Family CD4 $31.50 $15.50 $16.00 $8.00

DENTAL NETWORK _(THIS PLAN IS AVAILABLE TO MEMBERS OF A.F.S.C.M.E. BARGAINING UNITS ONLY.)

Employee DN1 $11.55 $4.55 $7.00 $3.50
Employee + spouse DN2 $22.24 $11.24 $11.00 $5.50
Employee + 1 child DN3 $22.24 $10.24 $12.00 $6.00
Family DN4 $32.35 $15.35 $17.00 $8.50

NOTE: The above "County Monthly Contributions" listed for Medical Plans include $150 Flex Credit.

On the Earnings Statement of first 2 pay checks of each month, employees who elect a Medical Plan will continue to see a
Deduction of the “Employee Pay Period Contribution" (listed above) + $75 flex credit and an Adjustment of +$75 Flex Credit.
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SUPPLEMENTAL LIFE INSURANCE RATES:

Note: Approval requires medical review/evidence of insurability.

Age on Monthly Rate Age on Monthly Rate

July 1st (per $15,000 block) July 1st (per $15,000 block)
Under 30 $1.05 50-54 $12.60

30-34 $1.50 55-59 $13.65

35-39 $2.85 60-64 $19.05

40-44 $4.50 65-69 $24.60

45-49 $7.80 Over 70 $75.60

29




EXHIBIT D

EXTRACT OF SECTION VII - APPEALS

of the

HOWARD COUNTY EMPLOYEE MANUAL

(NOTE: Thefollowing extract of Section VII - Appeals of the Employee Manual isprovided
for information and guidanceonly. For thepurpose of thisextract thewords* grievance” and
“appeal” areconsidered to bethe same).

APPEALS

A.

GENERAL POLICY

Because the County and its employees have a mutual interest in the expeditious and
equitable resolution of workplace problems, it isthe policy of the County that all employees
be permitted to expresstheir views concerning theterms and conditions of their employment
without fear of reprisal. Infurtherance of this policy, the County encouragesall employees
to promptly raise and discuss workplace problemswith supervisors, Appointing Authorities
and the Office of Human Resources. Additionally, the County has established appeal
procedures by which classified employees may complain about those adverse employment
actions identified in Section 705(a) of the Charter, or other problems which they may
experience on the job as permitted by Section 705(c) of the Charter. The County will not
retaliate against an individual who makes an informal complaint or files an appeal, nor
permit any employee to do so.

INFORMAL PROCEDURESOPEN DOOR POLICY

The County encourages all employees who believe that they have been treated unfairly,
arbitrarily, capricioudly or illegally, or who find themselves in a dispute over a County
policy, rule or regulation, to bring their complaints to the attention of a supervisor, their
Appointing Authority, or the person who has control over the policy or regulation from
which their complaint arises. If for any reason an employee does not wish to approach a
supervisor or their Appointing Authority, the employee should contact the Office of Human
Resources with their complaint. Most problems and complaints can be resolved informally
as aresult of discussions of thistype.

APPEALSAVAILABLE TO CLASSIFIED EMPLOYEES
1. APPEALSFROM ACTIONSTAKEN BY THE COUNTY

Utilizing the procedures set forth below, classified employees may appeal the
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following actions, and have the right under Section 705(a) of the Charter to have
their appeals heard by the Howard County Personnel Board ("' Personnel Board"):

(a) Actionsof the Personnel Officer pertaining to eligibility listsfor appointment or
promotion;

(b) Disciplinary actionsinvolving loss of job, suspensions of pay or benefit accrual,
demoation, or areduction in pay;

(c) Actions of the Appointing Authority, which result in denia of the minimum
salary increase granted to all employees, as allowed by law;

(d) Personnel actions, which alegedly violate Federal, State, or County human rights
law;

(e) Employee performance evaluations.
2. OTHER APPEALS

Classified employees believing that they have been treated unfairly, arbitrarily,
capricioudly or illegally with respect to any other matter affecting their working
conditions or employment status, may file an appeal utilizing the procedures set forth
below. These appeals, however, may be heard by the Personnel Board only if four
members of the Board voteto hear the grievance as provided in Section 705(c) of the
Charter.

FORMAL APPEAL PROCEDURESFOR CLASSIFIED EMPLOYEES

In the event that a classified employee is unable or unwilling to informally resolve a
workplace problem, a classified employee must follow the following procedural steps:

1. PRELIMINARY PROCEDURES
(a) Matters Other Than Dismissal

(1)  Within fifteen (15) days* after the date when the act(s) constituting the
appeal first became known to the employee, the employee must file a
written complaint with the Appointing Authority. The written complaint
must include, at a minimum, the employee's name, job title, and a
description of the substance of the employee's complaint, as well as a
statement of the relief sought.

* Reference to “days’ within this policy means “calendar days’ not “work days’.
Further, in computing time under this policy, the date when the act(s) constituting the
appeal first become known to the employee, and the date of the act after which a
designated period of time begins to run, is not included when computing the time
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periods established in this policy. If the last day of any time period falls on a
Saturday, Sunday, or a holiday recognized by the County, the time period will be
extended until the end of the next business day whichisnot a Saturday, Sunday or a
holiday recognized by the County. Thefailure of aclassified employeetofollow or
adhere to any filing period established by this policy will constitute grounds for the
denial of any relief sought. The time periods established in this policy may be
waived or extended only by mutual written agreement.

(2)

3)

(4)

After a timely written complaint is filed by an employee with the
Appointing Authority, the employee and the A ppointing Authority will be
given thirty (30) days to resolve the employee's complaint. During this
time period, an Appointing Authority, who may delegateinvestigatory and
other responsibilitiesto subordinates, may meet with the employee, gather
information necessary for the consideration of the employee's complaint
from the employee and others, including supervisors, and consult with
personnel in the Office of Human Resources for advice and interpretation
as to County policies in order to ensure consistency in the resolution of
employee problems. Within thirty (30) days after a written complaint is
filed, the Appointing Authority must advise the employee in writing as to
the manner in which the employee's complaint can be resolved or, if no
resolution is possible, the reasons why no relief will be given to the
employee.

If a classified employee's complaint is not resolved to the employee's
satisfaction after the timely filing of an appea with the Appointing
Authority, the employee must file awritten complaint with the Personnel
Officer within fifteen (15) days after receiving awritten decision from the
Appointing Authority, or within fifteen (15) daysafter the expiration of the
thirty (30) day period, whichever is first to occur, in order to have the
appeal proceed. *

If atimely written complaint isfiled by an employee with the Personnel
Officer, a tape-recorded hearing will be held by the Personnel Officer or
designee, who shall act as a hearing examiner. At the request of the
employee, the hearing shall be either open to the public or closed. The
hearing examiner shall maintain orderly procedure and shall restrict the
hearing to an airing of relevant information. The employee hastheright to
be represented at this hearing, and has the right to present evidence and
produce witnesses. Representatives of the County who are responding to
the employee’'s complaint may also present evidence and produce
witnesses. The hearing examiner may permit both sidesto ask questions of
all witnesses, and to offer statements summarizing their respective
positions. The hearing examiner may also extend the duration of the
hearing to receive additional evidence or testimony, or may ask either side
to produce additional evidence. Within thirty (30) daysafter the conclusion
of the hearing, the hearing examiner will advise the employee, in writing,
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of the decision upon the appeal. If the hearing examiner cannot render a
decision within that time period, the employee shall be advised, in writing,
of when a decision may be expected.

* |f an Appointing Authority failsto give an answer to an employee within thetime
limits established in thispolicy for any reason, the employee must file acomplaint
with the Personnel Officer in order to have the appeal proceed.

Depending upon the nature of the employee’s appeal, the written decision of the
Personnel Officer shall specify that if the employee is dissatisfied with the
decision, the employee may request either ade novo hearing before the Personnel
Board as provided by Section 705(a) of the Charter, or that the Personnel Board
consider the appeal upon the record created before the Personnel Officer in the
manner contemplated by Section 705(c) of the Charter.

(b) Dismissal

)

)

When an Appointing Authority or the Personnel Officer determinesthat a
classified employee should be dismissed, the employee shall beadvisedin
writing of the reasons or charges supporting the dismissal decision, and
shall have the right to appear before the person making the dismissal
decision to respond to the stated reasons or charges.

If, after meeting with the employee, the Appointing Authority or the
Personnel Officer determines that the dismissal contemplated should
proceed, the employee shall be immediately removed from County
employment, shall be advised, in writing, of the effective date of the
dismissal, and shall be advised of the right to file an appea with the
Personnel Board within 15 days of the effective date of the employee’s
discharge.

2. PROCEEDINGS BEFORE THE PERSONNEL BOARD

() De Novo Proceedings

1)

If aclassified employee pursuing an appeal is dissatisfied with adecision
rendered by the Personnel Officer in any matter involving those actions
specified in Section 705(a) of the Charter, or if a classified employee has
been dismissed, the employee may seek areview of the decision by filing
an appea with the Personnel Board. The appeal must be filed with the
executive secretary of the Personnel Board within fifteen (15) daysafter the
employee’ sreceipt of awritten decision from the Personnel Officer or, in
the case of dismissal, within fifteen (15) days of the effective date of their
dismissal.
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(2)

3)

After receiving atimely written appeal, the Personnel Board shall schedule
a hearing, which shall be conducted pursuant to the rules of the Personnel
Board and which may, at the request of the employee, be either open to the
public or closed. The employee has the right to be represented at the
hearing, and will have the right to subpoena witnesses and evidence, to
produce and cross-examine witnesses, and to make an opening statement
and closing argument to the Personnel Board. It will be the employee's
burden at this hearing to show, by apreponderance of the evidence, that the
act(s) about which he complains are clearly erroneous, arbitrary or
capricious, or contrary to law.

Within sixty (60) days after the hearing, the Personnel Board shall render a
written decision upon the appeal, and shall forward copies of its
decisionto all partiesof record. The decision of the Personnel Board shall
befinal and conclusive upon the parties, except that an employee aggrieved
by an action of the Personnel Board in a case involving an appeal under
Section 705(a) of the Howard County Charter may seek judicia review of
the action under Title VII Chapter 200 of the Maryland Rules.

(b) Proceedings on the Record

)

2

3)

If a classified employee is dissatisfied with a decision rendered by the
Personnel Officer asto any matter defined by Section 705(c) of the Charter,
the employee may seek the Personnel Board's review of the decision by
filing awritten request for ahearing on the record with the Personnel Board
within fifteen (15) days of the date of the receipt of the Personnel Officer's
written decision. The written request, which should be filed with the
Personnel Officer, shall detail the good cause which makesit desirable for
the Personnel Board to hear and consider the employee's appeal.

After receiving a written request for a hearing on the record, and after
affording the Personnel Officer an opportunity to respond, the Personnel
Board shall vote on whether to hear the appeal. Before voting on whether
to hear the appeal, the Personnel Board may al so chooseto hear the parties
upon theissue of “good cause” . If, after considering the parties’ respective
positions, there are fewer than four votesto hear the appeal, the decision of
the Personnel Officer will becomefinal. If there arefour or more votesto
hear the appeal, the executive secretary shall secure and deliver to the
Personnel Board all documentary evidence, as well as the tapes of the
proceedings before the Personnel Officer. If requested and paid for by the
employee, atranscript of the proceedings before the Personnel Officer may
be submitted to the Personnel Board.

After receiving therecord of the proceedings before the Personnel Officer,
and after reviewing the written and testimonia evidence offered at the
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(4)

hearing before the Personnel Officer, the Personnel Board shall schedulea
hearing, which shall be tape recorded. At this hearing, which may, at the
request of the employee, be either open to the public or closed, the
employee and representatives may make a summary argument to the
Personnel Board.

Within sixty (60) days after the hearing, the Personnel Board shall render a
written decision, and shall forward copies of its decision to all parties of
record. A decision of the Personnel Board upon an appeal heard on the
record shall be final and binding on al parties.
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EXHIBIT E

FAMILY AND MEDICAL LEAVE PROVISIONSEXTRACT
(For Information and Convenience Only)

FAMILY AND MEDICAL LEAVE - The following leave applies to leave taken under the
provisionsof the Family and Medical Leave Act of 1993 (FMLA). All related County leave benefits
will be administered in compliance with the FMLA and Department of Labor Regulations. Please
refer to Parental Leave in this manual for additional benefit provisions related to the birth or
adoption of an employee's child, which exceed the legal requirements of the FMLA.

@ Definitions - The following definitions apply to Section 3 - Family and Medical
Leave:

(1) Serious Health Condition - “Serious’ health condition is an illness, injury,
impairment, or physical or mental condition that requiresinpatient care in ahospital,
hospice, or residential medical care facility or continuing treatment by a health care
provider. Itincludesany period of incapacity requiring an absence fromwork, school
or regular daily activities of morethan three (3) calendar daysincluding treatment by a
health care provider.

(2) Son or Daughter - means a biological, adopted, or foster child, a stepchild, alegal
ward, or achild of aperson standing in loco parentis, who is either under age 18, or
age 18 or older and “ incapabl e of self-care because of amental or physical disability.”

(3) Parent - meansabiological or adoptive parent or an individual who standsor stoodin
loco parentis to an employee when the employee was a child. This term does not
include “ parents-in-law.”

(b Eligibility/Entitlement - Asrequired by the Family and Medical Leave Act (FMLA),
an employee is entitled to 12 weeks of leave (paid and/or unpaid) per year provided
that they have worked for Howard County Government for at least one (1) year, and

for at least 1250 hours over the previoustwelve (12) months. Thereasonsfor FMLA
leave are listed below:

e for the birth of an employee’s child and to care for the newborn child;
o for placement with the employee of a son or daughter for adoption or foster care;

e to carefor the employee’s spouse, son or daughter, or parent (but not parent-in-
law) who has a serious health condition; or

e for a serious heath condition that makes the employee unable to perform the
employee’sjob.
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(d)

Leaveisdesignated as FMLA leaveif it isused for any of the reasons stated above,
and is counted toward the total of 12 weeks, whether the employee is on paid or
unpaid leave status, except that if the employee uses personal, annual or disability
leave and the absence is one week or less, the leave will not be counted as FMLA
leave.

An employeeis eligible to receive 12 weeks of FMLA leave every 12 months on a
“rolling” year basis counted backwards from the employee’s first leave taken after
August 5, 1993. (EXAMPLE: An employee who takes 12 weeks of FMLA leave
beginning on March 1st will again be eligible to take FMLA leave the following
March 1st.)

Eligibility for FMLA leave under reasons 1 and 2 expires 12 months after the birth or
placement of achild.

A husband and wife who are both eligiblefor FMLA leave and are both employed by
the County are permitted to take only a combined total of 12 weeks of leave during
any 12 month period if the leaveistaken for reason 1 or 2 or for reason 3 to carefor a
parent with a serious health condition.

Employees may request that they be permitted to take FMLA designated leave on an
intermittent basis or may request a reduced work schedule when there is a medical
need for such leave. Requestswill be reviewed and approved on acase by case basis
in conformity with FMLA.

Reinstatement - Employees taking FMLA leave shall have the same rights as
described in Section (B)(4) of this Policy (UNPAID LEAVES OF ABSENCE).

Health Care Benefits - An employee who is on FMLA leave is entitled to have
his’her health care benefits continued on the same basis as he/she would if he/she
werenot on leave. For that reason, even when the employeetaking FMLA leaveison
unpaid status, the County will continue to pay its portion of the employee’ s medical
and dental insurance, in conformity with the employee’ smost recent benefit el ection.

To the extent that payroll deductions are necessary to provide the elected coverage,
the employee must continue to pay the amount normally deducted from hisg/her
paycheck that is necessary to keep the coverage in effect or the employee may elect
not to continue his’her medical and/or dental insurance coverage during the period of
his/her unpaid leave.

The Office of Human Resources will assist the employee to work out payment
arrangements for the employee's share of hissher heath care coverage cost. |If
employee contributions to coverage are not timely paid by the employee, after a 30-
day grace period, the insurance coverage(s)will be canceled.
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Upon the employee’ sreturn to paid status, his/her insurance benefitswill bereinstated
to the same level and terms as were provided when the FMLA leave commenced. |If
the benefit plan provided to employees changes while the employee on FMLA leave
ison unpaid status, the changesto the coverage will be applied to the employeein the
same manner as employees in paid status.

Except under limited circumstances specified by the FMLA, if an employee failsto
return from unpaid FMLA leave, the County’s expenses in providing health care
coverageto the employee whilein unpaid status must be reimbursed by the employee
to the County.

Employee Requirements - The following requirements or limitations apply to all
FMLA leave:

(1) Anemployee must provide 30 days advance notice when requesting FMLA
leave for “foreseeable” events; as much notice as possible must be given for
“unforeseeable” events.

(2) Anemployee must complete a Certification of Physician or Practitioner form
(available in the Office of Human Resources) to support requests for FMLA
leave because of serious health conditions. The County may require, at its
expense, a second opinion as to the serious health condition to confirm the
validity of the medical certification provided.

While on FMLA leave, an employee may be required to provide periodic
reports concerning his/her status and intent to return to work.

(3) Paidleave will not be accrued while an employee is on unpaid leave.

(40 An employee must exhaust all accrued leaves (annual, disability and/or
personal, as defined in this manual) applicable to the reason for which FMLA
leave is requested before unpaid FMLA leave is granted.

If an employeeis absent for one work week or more for any of the reasons listed
above as qualifying the employee for FMLA leave, even though he/she uses
accrued paid leaveto cover that absence, theleave will betreated asFMLA leave
for purposes of calculating the total amount of such leave an employee may be
granted inoneyear. Theemployeewill be notified pursuant to the Act when paid
leave isto be treated as FMLA leave.
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